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 Abstract 
Interpersonal Influences on Interpretation of Workplace Sexual Harassment 
Rachael E. Purtell 
The purpose of this thesis is to investigate how women interpret and respond to incidents 
of sexual harassment at work, in the context of both their romantic relationships and workplace 
cultures. Incorporating Ambivalent Sexism Theory (Fiske & Glick, 1995) to measure sexist 
attitudes, I presumed that their own, their partners’ and their presumed workplace’s sexism 
scores for both subsets would be linked to the women’s perceptions and behavioral intentions in 
response to being sexually harassed at work. Participants were 145 heterosexual adult women, 
employed full-time and in self-defined committed heterosexual relationships. Each completed a 
survey that included the Ambivalent Sexism Inventory (ASI) (Fiske & Glick, 1995), the Sexual 
Harassment Reporting Attitudes Scale (SHRAS) (Cesario, Parks-Stamm, & Turgut, 2018), 
likelihood of reporting scenarios of sexual harassment (SH), and number of special peers in the 
workplace. There was additional demographic data about the participants and their workplaces, 
most of which was incorporated as covariates. Results supported several of the asserted 
relationships. Although the predicted relationships between participants’ and their perceived 
partners’ and workplace sexist attitudes with reporting SH did not emerge, there were many 
significant findings regarding these variables and their associations with intolerance for SH. The 
majority of this study’s findings emerged as significant, even when testing alongside covariates 
of education, organization size, organization type, and number of special peers in the workplace 
with the exception of perceived partner HS and intolerance for SH that were non-significant. 
Future research should explore disclosures exchanged regarding such incidents at work in the 
context of both romantic relationships and other social relationships in and out of work.
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CHAPTER ONE 
Introduction 
In American culture, women are often subject to harassing sexual behaviors, most often 
perpetrated by men, communicating that women are expected to accept men’s advances without 
question, thus decreasing their power in the interaction. This disproportionate perpetration of 
sexual harassment against women reflects an enduring power imbalance between men and 
women and there is no evidence to suggest that this trend has declined in recent years. Sexually 
harassing behaviors can range from groping or forced performance of a sexual act, to winking 
and flirting, all of which women are more likely than men to interpret as harassment (Rumrill, 
Stehel, Durana, & Kolencik, 2018). Alongside the #MeToo movement, women are gaining 
momentum in speaking out in opposition to such behavior, particularly in the workplace via the 
internet and social media (Karami, Swan, White, & Ford, 2019). Many researchers have sought 
to determine the causes and ways to prevent sexist behavior in organizations (e.g., Keyton & 
Rhodes, 1993; Keyton & Rhodes, 1999; Keyton et al., 2001; Watkins, Kaplan, Brief, Shull, 
Dietz, Mansfield, & Cohen, 2006; Keyton & Menzie, 2007; Melgoza & Cox, 2009; Mazerolle, 
Borland, & Burton, 2012; Quesenberry & Trauth, 2012; Settles & O’Connor, 2014; Devine, 
Forscher, Cox, Kaatz, Sheridan, & Carnes, 2017; Hughes, Schilt, Gorman, & Bratter, 2017; 
Manuel, Howansky, Chaney, & Sanchez, 2017; Acar & Sümer, 2018; Finneman & Jenkins, 
2018; Conkel-Ziebell, Gushue, & Turner, 2019; Goodwin, Graham, & Diekmann, 2020; Lease, 
Shuman, & Gage, 2020). Towards the goal to determine factors that influence women’s 
intolerance and likelihood of reporting sexually harassing behaviors, my particular explanation 
stems from Fiske and Glick’s (1995) Ambivalent Sexism Theory as it explains workplace sexual 
harassment as a consequence of men’s ambivalent sexism – that which is derived from hostile 
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and benevolent sexist attitudes. Hostile sexism – characterized by behaviors like groping and 
forced performance of a sexual act – is egregious and no longer seen as socially acceptable such 
that contemporary researchers have taken a greater interest in the nuances of benevolent sexism – 
characterized by behaviors like winking and flirting – and how it functions to perpetuate gender 
inequalities as well as its associations with sexist behaviors in romantic relationships and the 
workplace (e.g., Viki, Abrams, & Hutchison, 2003; Sümer, 2006; Moya, Glick, Expósito, de 
Lemus, & Hart, 2007; Good & Sanchez, 2009; Durán, Moya, & Megías, 2011; Hammond, 
Overall, & Cross, 2016; Hammond & Overall, 2013; 2015; Hammond, Sibely, & Overall, 2014; 
Ruiz, 2019). 
Connecting communication across work and personal spheres, I also draw from previous 
research demonstrating that individuals’ close interpersonal relationships may influence both 
sexist attitudes and workplace behaviors (e.g., Lenton & Webber, 2006; Helms, Walls, Crouter, 
& McHale, 2010; Kapoor, Pfost, House, & Pierson, 2010; Brands & Kilduff, 2014; Kim & Dew, 
2016; Carnes, 2017; Huffman, Matthews, & Irving, 2017; Umukoro & Oboh, 2017; Xie, Shi, & 
Ma, 2017; Yucel, 2017; Pepli, Godlewska-Werner, Po, & Lewandowska-Walter, 2018). I assume 
that this effect will persist in terms of intolerance for and reporting of harassing behaviors at 
work. This review will explore different types of sexist behaviors at work, explicate Fiske and 
Glick’s (1995) Ambivalent Sexism Theory, and address the known impacts of interpersonal 
relationships on organizational behavior. 
Sexist Behavior at Work 
Women across career fields and various leadership positions are subject to sexism within 
their organizations. This sexism can be communicated in words or via actions such as certain 
helping behaviors and circumvention of women in leadership positions. As Keyton and Rhodes 
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(1993) pointed out, it can be difficult to distinguish sexual harassment from flirting behaviors at 
work, regardless of ethical ideology, so women in particular must be wary of any sexualized 
communication content at work. In fact, the same researchers pointed out, in a later study, that 
employees who perceived their work environment as sexually charged identified fewer verbal 
and nonverbal cues as sexual harassment, contrary to the hypothesized relationship. This 
suggests that sexual harassment is an organizational problem rather than a personal or 
interpersonal problem (Keyton & Rhodes, 1999). Individuals who are victims of or working in 
organizations with highly sexually charged environments may inhibit those individuals’ ability to 
recognize when workplace behavior is inappropriate because these sexualized behaviors are 
embedded in the organization’s culture (Keyton & Rhodes, 1999). 
Keyton, Ferguson, and Rhodes (2001) developed and tested an organizational culture 
model to explain sexual harassment. This model posited that perceptions of social-sexual  
behavior at work were influenced by sex, target of the sexual harassment, and perceptions of fair 
interpersonal treatment of coworkers and supervisors. In turn perceptions of social-sexual 
behavior at work, as well as fair interpersonal treatment of supervisors, influenced the degree to 
which employees perceived organizations to adhere to their stated policies regarding sexual 
harassing behaviors at work. Their findings suggest that organizations may officially or 
unofficially sanction or encourage certain behaviors in their employees that may lead to 
increased sexual harassment (e.g., allowance of organizational romances). 
Keyton and Menzie (2007) later identified some of the language structural properties and 
contextual factors that are present in sexually harassing communication. The language 
properties, or tangible traits in sexually harassing talk, were as follows: a personal relationship 
attempt by the sender, demonstration that the message was unwanted by the receiver, potential 
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multiple meanings of the message, and sexualized content within the message. The contextual 
factors, or relative aspects of the setting in which the message occurred, were presumed or 
expressed power by the sender and contextualization of the work environment itself.  
When sexist communication, attitudes, and behaviors occur at work, they are associated 
with a varietal plethora of physiological consequences for female employees and other negative 
outcomes related to perceived or actual organizational behaviors. Manuel, Howansky, Chaney, 
and Sanchez (2017) found that women who reported receiving great gender discrimination also 
reported greater job-related stress and symptoms of poor physical health as well as low 
autonomy and poor job security. They also found that a discriminatory work environment was 
associated with all employees coming in to work despite presence of physical illness out of fear 
of judgment or punishment (Manuel et al., 2017). This is problematic because sick employees 
tend to be less productive and their presence may also facilitate the spread of or prolonging their 
disease. Even before discrimination occurs at work, harmful effects stem from anticipatory 
socialization of these unfair acts. When evaluating children of both gender’s career aspirations, 
anticipated gender discrimination negatively predicted career decision self-efficacy and 
vocational outcome expectations which in turn impact vocational goal-setting and career 
outcomes (Conkel-Ziebell, Gushue, & Turner, 2019). 
I employ Ambivalent Sexism Theory (Fiske & Glick, 1995) alongside a few other 
explanations of these behaviors. Because women’s experience of sexual harassment is linked to 
so many negative mental and physical health outcomes, many contemporary researchers have 
sought to explain why this behavior occurs and is often tolerated in the workplace. Sheppard and 
Aquino (2017) proposed their Sisters at Arms theory to explain female same-sex conflict and the 
problems it leads to for women in the workplace. Heilman and Caleo (2018) combined the Lack 
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of Fit Model (M. E. Heilman, 1983) with gender bias processes in order to present strategies that 
may decrease lack of fit perceptions due to gender bias in the workplace and prevent negative 
expectations for discriminatory and employment outcomes. Most recently, Hideg and Shen 
(2019) proposed a theoretical model of the relationships between managers’, partners’, and 
women’s benevolent sexism (BS) and women’s attainment of leadership positions with 
mediating variables of managers’ career and family support, partners’ career support, and 
women’s seeking career support from managers and partners and their perceptions of patronizing 
behaviors of supportive.  
Watkins, Kaplan, Brief, Shull, Dietz, Mansfield, and Cohen (2006) conceptualized 
modern sexism as subtle and non-sexist in nature and found that it was positively related to the 
amount of men compared to women that employees seek advice from at work. Further, the 
researchers found an indirect relationship between modern sexism and the number of promotions 
employees received through the proportion of men whom employees seek advice from at work 
thus providing evidence that there is a relationship between sexism and career outcomes 
(Watkins et al., 2006).  
Women in leadership positions are not immune to the consequences of sexism. For 
example, a study in Turkey revealed that male leaders were rated higher in perceived leader 
suitability compared to female leaders when the organization was performing well and female 
leaders were perceived as higher in leader suitability only when the organization was performing 
poorly, likely stemming from ideas about inherent differences in capabilities of men and women 
(Acar & Sümer, 2018). Additionally, participants high in hostile sexism (HS) were more likely to 
associate female than male leaders with poor performance (Acar & Sümer, 2018). On the bright 
side, one study revealed that college students’ in Turkey’s perceptions of successful middle 
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managers are not overly masculine. Participants’ perceptions prescribed both high relationship-
orientation – a trait they perceived to be more associated with women in general compared to 
men – and high task-orientation – a trait they perceived to be more associated with men in 
general compared to women as desired qualities of a successful middle manager (Sümer, 2006). 
Again, sexism impacts both sexes; beliefs can also impact communication skills 
necessary for highly paid male employees. Lease, Shuman, and Gage (2019) found that men’s 
endorsement of traditional masculinity had a negative association with interpersonal competence 
related to conflict management and emotional support (Lease et al., 2020). The masculine and 
feminine scripts for workplace behavior have consequences for men and for women at work. 
Although men are perceived to be lacking stereotypically feminine qualities such as 
interpersonal competence, previous literature demonstrates that the consequences for women 
seem to be especially glaring for those employed in traditionally masculine professions because 
they are perceived to be lacking qualities necessary for success in such jobs. For example, female 
National Collegiate Association of Athletics (NCAA) athletic trainers reported encountering 
discrimination in their profession, particularly in the case of dealing with a male coach of a male 
sports team (Mazerolle, Borland, & Burton, 2012). These athletic trainers also emphasized the 
importance of mentoring, establishing credibility through effective communication, and 
supervisor and staff support when facing instances of discrimination (Mazerolle et al., 2012). 
One study found that male police officers experience more positive emotions in the presence of 
other policemen compared to women in the police force implying that only men belong and can 
be successful in their career (Melgoza & Cox, 2009). Settles and O’Connor (2014) investigated 
incivility and sexist climates perceptions at academic conferences and found that the relationship 
between these two constructs was stronger for women than it was for men. Furthermore, the 
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results suggest that women in academia may be conditioned to expect sexism in their workplace 
since it did not significantly impact their reports of satisfaction with the conference they attended 
overall (Settles & O’Connor, 2014). These results do imply, however, that the sexist climates of 
academic conferences reflect the unsuitable climate of their disciplines. 
Devine, Forscher, Cox, Kaatz, Sheridan, and Carnes (2017) addressed the 
underrepresentation of women in the STEM field by designing an experiment to determine 
effective interventions to increase hiring of female applicants in STEM jobs. They found that 
interventions aimed at reducing gender biases were most effective suggesting that prejudice 
against women influences hiring decisions pre-intervention (Devine et al., 2017). This 
exemplifies the power of reducing bias in endeavors to reduce inequalities as a whole. Doctoral 
students in STEM, however, indicated their perception was that systematic discrimination was 
not a direct cause of the faculty gender gap, but they still had negative deterrent experiences with 
sexism due to a constructed innate gender difference and incompatibility with tenure track and 
the female body clock (Hughes, Schilt, Gorman, & Bratter, 2017).  
Athletics is another field where women face challenges posed by attitudes influenced by 
gender stereotypes. Finneman and Jenkins (2018) conducted a series of qualitative interviews to 
investigate the construction of perceived gender norms of sports entertainment consumers and 
how female sports reporters respond to viewers’ discourse about these norms. They found that 
viewers often reinforce societal notions of gender via their public comments and that responses 
by reporters either challenged or reinforced viewers’ asserted assumptions, however, most of the 
reporters in their sample refused to respond or react to these comments due to their sexist nature 
(Finneman & Jenkins, 2018). This lack of addressing or combatting such problematic discourse 
on female reporters’ appearances suggests that little progress has been made in terms of training 
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reporters on how to respond to sexist discourse. 
On the other hand, a study of women in the Information Technology (IT) workforce 
would suggest that self-perceptions of women as related to their career endeavors are changing. 
A series of qualitative interviews of women employed in IT challenged previous research 
suggesting that women represent a diversity of career anchors including technical competence 
and that these anchors are associated with varying levels of career satisfaction and turnover 
intention (Quesenberry & Trauth, 2012). These findings suggest that women are becoming more 
comfortable and perceive themselves as competent in traditionally male-dominated fields despite 
the challenges they may face in hiring and in the workplace.  
Ambivalent Sexism Theory 
Born out of the desire to explain these sexist behaviors at work and inform training, 
prevention, and policies and procedures regarding these behaviors was Fiske and Glick’s (1995) 
Ambivalent Sexism Theory. The theory focuses on the structural relationships between men and 
women, who are often in competition for both power and resources in the modern workplace. 
Harassing behaviors can be used to bar women from such power and resources in the workplace, 
especially if they are tolerated by the organization at large. As with all intergroup dynamics, the 
threat of the other group taking the more powerful group’s resources (Turner & Tajfel, 1986) 
prompt’s the powerful group’s members to think more negatively about and act more 
combatively toward the threatening outgroup’s members. Still, the landscape of prejudice is 
more complex than these somewhat simple negatives. Fiske and Glick (1995) posit that sexual 
harassment is the consequence of complex interplay between motivations characterized by 
ambivalence (mixed feelings or contradictory ideas toward another) and stereotypes about 
femininity and women’s place in the workforce (Fiske & Glick, 1995). Men’s motivational 
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orientation toward women is characterized by ambivalence because of the competing nature of 
men’s desire for both dominance and intimacy resulting in a mixture of positive and negative 
feelings toward women in general (Fiske & Glick, 1995). This ambivalence combines inherently 
positive, benevolent motives and inherently negative, hostile motives which can be held by both 
men and women (Fiske & Glick, 1995). 
Both hostile and benevolent sexism are assessed based on three components: paternalism, 
gender differentiation, and heterosexuality (Fiske & Glick, 1995). Paternalistic motivations stem 
from beliefs that men should treat women similarly to how a father would treat his children and 
characterizes women as weak and in need of protection (Fiske & Glick, 1995). This behavior is 
described as paternalism because it is characterized by stereotyping women as less competent 
than, and in need of guidance from, men. Hostile paternalism is dominative in nature whereas 
benevolent paternalism is protective in nature (Fiske & Glick, 1995). Gender differentiation is 
characterized by a need to make distinctions between men and women (Fiske & Glick, 1995). 
Hostile gender differentiation is competitive in nature whereas benevolent gender differentiation 
is complementary in nature (Fiske & Glick, 1995). Finally, heterosexuality emphasizes the 
unique relationships between men and women can be characterized by either hostility or a 
benevolent motivation for intimacy (Fiske & Glick, 1995).  
Fiske and Glick (1995) assert that different types of harassment are associated with 
particular motivations, reactions to rejection, and stereotypes. Earnest harassment is motivated 
by desire for sexual intimacy, where the reaction to rejection often depends on both the 
attractiveness of the woman and the likelihood the man will be successful in his advances, and is 
most often perpetrated against attractive women in stereotypical pink collar or female-dominated 
jobs. Hostile harassment is motivated by desire for domination, where the reaction to rejection is 
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often an increase in hostility, and is most often perpetrated against nontraditional women in 
either stereotypical blue collar (lower in prestige) or white collar (male-dominated) jobs. 
Ambivalent paternalism is motivated by desire for sexual and/or relational intimacy or 
protectiveness over women, where the reaction to rejection is often a shift to hostility, and is 
most often perpetrated against traditional or attractive women in stereotypical pink collar jobs. 
Competitive harassment is motivated by desire for gender differentiation and/or sexual intimacy, 
where the reaction to rejection is often a shift to hostility, and is most often perpetrated against 
nontraditional or attractive women in either stereotypical blue collar or white collar jobs.  
Women who are seen as attractive and nontraditional are the most likely to be harassed 
whereas traditional women may incur some protection from hostile harassment as a reward for 
their endorsement of traditional gender roles. Attractive women invoke desire for sexual 
intimacy in men whereas nontraditional women are seen as threatening to men, particularly in 
the workplace because the stereotypical male identity is characterized in part by work-oriented 
achievement in jobs that require characteristics that typically present men as being superior to 
women. 
In a test of theory, high levels of hostile sexism (HS) among men were associated with 
higher levels of HS among women, gender differences in benevolent sexism (BS) had an inverse 
relationship with levels of overall sexism, and that the associations between HS and BS varied 
according to general levels of sexism across the country (Zakrisson, Anderzen, Lennell, & 
Sandelin, 2012). Applied to the organizations, female respondents indicated that they perceived 
men to have an advantage in the workplace and women – having a disadvantage – thus hold 
more resentment (Feather & Boeckmann, 2007).  
Hostile sexism does not exist only in the workplace, but in our personal lives as well. 
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Applied to mate selection, there were perceived positive associations between men’s BS and 
female submissive characteristics in mate selection criteria, women’s BS and male dominant 
characteristics in mate selection criteria, and HS and traditional imbalanced gender role norms in 
marriage for both genders (Chen, Fiske, & Lee, 2009). These results imply that individuals of 
both genders are often drawn to partners who conform to gender stereotypes, thus perpetuating 
inequality within their own romantic relationships. The idea that benevolent ideologies 
perpetuate inequities in romantic relationships across cultures was further supported in a 
subsequent study examining both American and Chinese samples, replicating the same trends 
across both cultures (Lee, Fiske, Glick, & Chen, 2010). 
To reiterate, sexism is not only perpetrated by men or across sexes. Because of same-sex 
sexual harassment is commonplace and receives less awareness, DeSouza, Solberg, and Elder 
(2007) presumed it less likely to be interpreted as problematic by the general public. They 
employed Ambivalent Sexism Theory to investigate reactions to a hypothetical instance of same-
sex sexual harassment. Compared to man-to-woman sexual harassment, woman-to-woman 
sexual harassment was less likely to be seen as sexual harassment, worthy of investigation, and a 
punishable scenario. Women were more likely than men than to view woman-to-woman sexual 
harassment as sexually harassing, worthy of investigation, and punishable. Individuals associated 
with the LGBTQIA+ community, however, were more likely to see woman-to-woman sexual 
harassment as sexually harassing and worthy of investigation than individuals who were not 
associated with this community (DeSouza et al., 2007). Their collective findings confirm that 
women experience harassment at the hands of both sexes and their powerlessness is 
communicated in either scenario. 
In sum, Ambivalent Sexism Theory (Fiske & Glick, 1995) characterizes sexist attitudes 
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toward women as being comprised of hostile sexist attitudes and benevolent sexist attitudes. 
Hostile attitudes are characterized by punishing women who do not conform to gender 
stereotypes and benevolent attitudes are characterized by rewarding those who do conform. 
Communication reflecting hostile sexism is seen as overt, egregious, and generally not socially 
acceptable or tolerated within the workplace. Meanwhile, communication reflecting benevolent 
sexism is more subtle and positively valanced, thus they go unnoticed, unaddressed, and/or even 
rewarded in the workplace. Before articulating these concepts’ employment in the current study, 
I further address previous research on both sexist behavior at work and interpersonal 
relationships that have employed benevolent and hostile sexism.  
Benevolent Sexism 
Benevolent sexism (BS) reflects attitudes that are positively valanced but still reinforcing 
of perceived gender differences. Therefore, BS is conceptualized as subjectively positive, but 
still discriminatory (Fiske & Glick, 1995). Glick and Fiske (2011) described it as “the carrot 
aimed at enticing women to enact traditional roles” (p. 35). Although it presents as positive on 
the surface, it is still restrictive as it requires endorsement of gender roles and differences. 
Previous research has demonstrated that endorsing BS is associated with particular individual 
qualities, consequences for romantic relationships, and outcomes in the workplace. For example, 
there is a strong, positive association between women who endorse BS and their psychological 
entitlement, perhaps as a result of the societal benefits that BS offers women (Hammond, Sibley, 
& Overall, 2014). Individuals high in BS are also more likely to endorse paternalistic chivalry, a 
belief system that restricts women’s roles in intimate relationships (Viki, Abrams, & Hutchison, 
2003). In another study, both men and women indicated that they preferred romantic partners 
occupying traditional roles compared to those following an untraditional career path (Kapoor, 
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Pfost, House, & Pierson, 2010). 
Hammond, Overall, and Cross (2016) asserted that women who are intimately involved 
with men whom they perceive to endorse BS reward, encourage and therefore foster sexist 
attitudes and therefore societal inequity for women at large. Furthermore, BS is associated with 
sexist attitudes regarding marital rights and duties related to intimacy such that exposure to a 
husband high in BS increases the perceptions of husbands’ having the majority of marital rights, 
wives’ duties, husbands’ entitlement to those rights, wives’ obligation to those duties, and that 
sex was a husband’s marital right. It also decreased interpretations of a husband’s sexual 
aggression perpetrated by a husband unto a wife as rape (Durán, Moya, & Megias, 2011). 
Furthermore, this was mediated by participants’ perceptions that sex was a husband’s right and a 
wife’s duty (Durán et al., 2011). Men who endorse BS, however, do exhibit increased investment 
in romance and family (Good & Sanchez, 2009). In turn, women who endorse BS are more 
sensitive to difficulties and turbulence in their romantic relationships (Hammond & Overall, 
2013). 
Sexist attitudes and behaviors in marriages and romantic relationships do not exist in a 
vacuum but carry over to other facets of life such as work. Both in romantic relationships and the 
workplace, benevolently sexist attitudes are associated with the kind of help or assistance an 
individual is willing to offer a woman and/or that a woman is willing to accept. For example, 
male partners who endorse BS provided their female partners with more dependency-oriented 
support and, in turn, their female partners felt less competent and less positively regarded 
compared to women whose male partners did not endorse BS (Hammond & Overall, 2015). 
Additionally, women who endorsed BS provided more relationship-oriented support to their 
male partners who, in turn, perceived more positive regard and increased intimacy in their 
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relationship compared to men with female partners who did not endorse BS (Hammond & 
Overall, 2015). In the case of being advised not to engage in a dangerous or difficult task, 
benevolently sexist women were more likely to accept protectively justified outright prohibition 
imposed by their husbands, opposition without justification, or a group-based opposition (Moya, 
Glick, Expositto, de Lemus, & Hart, 2007). Women who did not endorse BS only accepted a 
personalized justification for opposition to engaging in a dangerous task (Moya et al., 2007). 
These results suggest that it is difficult for women who do not endorse BS to differentiate 
between paternalistic discrimination and genuine concern by their male partners and colleagues 
and that women who do endorse BS seem to be willing to sacrifice some of their independence 
in exchange for male protectiveness.  
In the workplace, women who received dependency-oriented help from male coworkers 
had lower perceived status compared to women who received autonomy-oriented help and the 
association of lower perceived status with receiving dependency-oriented help was actually 
strengthened for those low in BS (Ruiz, 2019). Similarly, women who receive dependency-
oriented help were perceived as less competent compared to women who receive autonomy-
oriented help, again with the relationship strengthened for those low in BS (Ruiz, 2019). 
Although these helping behaviors may be altruistic in nature, providing assistance may not 
always be the best way for men to be allies for women, as dependency-oriented help reinforces 
gender stereotypes (Ruiz, 2019). Overall, previous literature demonstrates that although 
benevolent sexism is subjectively positive, it works to reinforce gender inequities in both the 
workplace and romantic relationships. 
Hostile Sexism 
Hostile sexism (HS) is conceptualized as subjectively negative and overtly discriminatory 
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and harmful in nature (Fiske & Glick, 1995). Glick & Fiske (2011) described it as the “the stick 
to punish [women] when they resisted [enacting traditional gender roles]” (p. 35). HS, although 
no longer considered socially acceptable, is still present. Research demonstrates that women 
exposed to HS in the workplace will experience increased anxiety unless a female employee 
reported high system-justification therefore supporting of beliefs that men and women are 
inherently different (Pacilli, Spaccatini, Giovannelli, Centrone, & Roccato, 2019). Another study 
found that HS contributes to the gender wage gap through its effect on supervisors’ evaluations 
of their employees (Connor & Fiske, 2019). HS is less interesting to contemporary researchers 
because it is not subtle and generally perceived as unacceptable and problematic across 
interpersonal and organizational contexts. Although there is little research on the effects of HS 
alone due to its outwardly discriminatory nature, the previous literature does still demonstrate its 
harmful psychological consequences for working women and how it continues to impact 
societal-level inequities across organizations. 
Marital Dyads and Organizational Behavior 
Marriages and romantic relationships are often studied in conjunction with organizational 
behaviors and outcomes. Marital and romantic partners often have significant influence over 
each other’s attitudes due to the intimate nature of these relationships. Work-life balance is a 
popular topic in organizational communication research, but only a few studies have investigated 
this balance with sexism in mind. In a study of working class dual-career couples, it was found 
that, although nearly all dual-career couples experienced work-life balance problems, greater 
difficulties were reported by dual-career couples who worked in different organizations 
compared to those who worked in the same organization (Umukoro & Oboh, 2017). Similarly, 
dual-earner couples’ marital satisfaction was negatively predicted by reports of similar work-
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family centrality and was even lower for married couples who reported similar high levels of 
work-family centrality (Xie, Shi, & Ma, 2017). Two-career couples also reported experiencing 
similar difficulties (Peplińska, Godlewska-Werner, Połomski, & Lewandowska-Walter, 2018). 
Yucel’s (2017) study provides even further evidence of the associations between work-life 
balance, stress, and wellbeing with physical and mental health acting as moderating variables. 
In the case of romantic dyads with at least one member in the active military, both 
spouses perceived themselves as under-benefitting from their contributions to the family due to 
the psychological distress as result of crossover and spillover (Huffman, Matthews, & Irving, 
2017). Furthermore, such work-to-family conflict predicted less maintenance of household 
responsibilities by men (Huffman et al., 2017). Additionally, marriage can impact an individual’s 
volunteerism such that a wife’s soulmate view of marriage is negatively associated with one’s 
own and one’s partner’s volunteering but positively associated with couple’s volunteering (Kim 
& Dew, 2016). On a lighter note, the results of yet another study suggested that the greatest 
marital satisfaction and equitable division of responsibilities related to the home occurred in co-
providing spouses whose attitudes about breadwinning and employment were congruent with 
each other (Helms, Walls, Crouter, & McHale, 2010). This leads me to believe that one’s marital 
or romantic partner’s sexist attitudes may influence their own attitudes and thus their 
interpretation and response to sexist behavior at work. 
Rationale/Hypotheses 
Sexism and sexual harassment is a pervasive topic in American society. In the wake of 
comments endorsing harassing behavior made by President Donald Trump in his 2016 campaign, 
many women began speaking publicly about their experiences with sexual harassment and 
assault (see Jenkins and Mazer's (2018) analysis of over 1,000 tweets on Twitter). This analysis 
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uncovered four major themes: common characteristics of sexual assault, relationships to the 
perpetrator of the assault, whether the incident occurred in a public or private location, and – 
most relevant to the proposed thesis – the actions taken to address the assault and the 
consequences of those actions. In general, women are more likely to report incidents of sexual 
harassment or assault than are men and reporting has also been positively linked to 
characteristics like trait moral courage and fairness moral concerns and negatively linked to 
loyalty and Narcissism (Goodwin, Graham, & Diekmann, 2020). Although many victims of 
sexual harassment are reluctant to report the incidents, Walker, Buggs, Taylor, and Frazier 
(2019) assert that reporting is essential in order to effectively analyze data on sexual harassment 
so that organizations may design policies and training procedures for their employees. 
Many scholars have investigated links between sexist behavior in the workplace and 
particular individual and organizational constructs. Much of the literature has also addressed the 
challenges of balancing work life and family life but influence of home life on workplace 
behaviors has commanded little attention. Very little research has addressed the especially 
consequential impact of the influence of individuals’ close personal relationships on their 
behavior at work in relation to intolerance and reporting of such behavior in organizational 
settings. In addition, research also suggests that certain skills known for being advantageous in 
the workplace may also benefit individuals in their home and marital life. For example, one 
study found that political skill can be used as a coping mechanism to lessen the impact of 
spillover of work stress to the home and can help men see their own role overload related to 
work-life balance as less distressful to their wives (Carnes, 2017). Because Ambivalent Sexism 
Theory (Fiske & Glick, 1995) was born out of interest in investigating sexual harassment in the 
workplace, the proposed thesis employs this theory to determine how women’s close 
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interpersonal relationships affect both their intolerance and reporting of sexual harassment in 
their workplace.  
Given the challenges of balancing work with marriage demonstrated by previous research 
(e.g., Helms et al., 2010; Kim & Dew, 2016; Carnes, 2017; Huffman et al., 2017; Peplinska et 
al., 2017; Umukoro & Oboh, 2017; Yucel, 2017; Xie et al., 2017) it is logical that individuals in 
marital dyads have some influence over each other’s’ behavior in the workplace. Further, 
Hammond and colleagues (2016) demonstrated that women’s endorsement of benevolent sexism 
is in fact dependent on their perceptions of their own close relationships. As men and women’s 
endorsement of hostile sexism is associated with competition with other women and both men 
and women’s endorsement of benevolent sexism is associated with maintaining gender 
inequality (Hammond & Overall, 2017) the first two hypotheses are posited: 
H1: Women who perceive their committed male partners as high in benevolent sexism 
(BS) will show a (a) negative association with reporting of sexual harassment (SH) and 
(b) negative association with intolerance of SH.
H2: Women who perceive their committed male partners as high in hostile sexism (HS) 
will show a (a) negative association with reporting of sexual harassment (SH) and (b) 
negative association with intolerance of SH. 
Fiske and Glick's (1995) Ambivalent Sexism Theory asserts that both BS and HS are 
associated with sexual harassment in the workplace. Jacobson and Eaton (2018) also conducted 
two studies with both undergraduate college students and Human Resources professionals in 
which participants were exposed to a fake company’s website which either outlined a zero-
tolerance policy for sexual harassment, a standard policy, or no policy. Participants were then 
exposed to a scenario depicting either a moderate or severe instance of sexual harassment and 
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results indicated that participants in the zero-tolerance policy condition were the most likely to 
report the incident, especially for the moderate incidents. Furthermore, Walker and colleagues 
(2019) posited that a climate of psychological safety in which individuals feel safe disclosing 
incidents of SH is essential for reduction and prevention of these behaviors in the workplace. 
Despite Ambivalent Sexism Theory’s inception over 20 years ago, research as recently as last 
year still calls for greater attention to and investigation of both HS and BS occurring in 
organizations (i.e., Chawla, Wong, & Gabriel, 2019). Thus, I posit the current study’s third and 
fourth hypotheses: 
H3: Female employees in organizations they perceive as high in BS will show a (a) 
negative association with reporting of sexual harassment (SH) and (b) negative 
association with intolerance of SH. 
H4: Female employees in organizations they perceive as high in HS will show a (a) 
negative association with reporting of sexual harassment (SH) and (b) negative 
association with intolerance of SH. 
Because men’s endorsement of both BS and HS are associated with the perpetration of 
SH (Fiske & Glick, 1995), and given aforementioned parallels between work-life and personal-
life ideological constructs, it is logical to assume that women’s endorsement of both BS and HS 
will be associated with reporting and tolerance of SH in the workplace. Thus, the final two 
hypotheses are posited: 
H5: Female employees high in BS will show a a (a) negative association with reporting 
of sexual harassment (SH) and (b) negative association with intolerance of SH.. 
H6: Female employees high in HS will show a a (a) negative association with reporting 
of sexual harassment (SH) and (b) negative association with intolerance of SH. 
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In Kassing's (2000a, 2000b) investigations of employee dissent, a reported limitation of 
both studies was that information on organization type and workplace conditions were not 
collected. Kassing suggested that future research on employee dissent should examine these 
characteristics. Because expressions of dissent can be likened to reporting of sexual harassment 
at work, the following were collected as covariates: participants’ organization size, whether or 
not the participants telecommute, work experience in years, current employment in years, 
position, and organization type. Expressions of dissent, solidarity, and trust are influenced by the 
quality of peer coworker relationships (see Sollitto & Myers, 2015; Myers & Johnson, 2004), 
regardless of organization type (see Spillan & Mino, 2001), and so participants were also asked 
how many special peers, or coworkers with whom they share a great deal of intimacy and self-
disclosure with, they have at work (Kram & Isabella, 1985). In line with these, the current study 
investigates the following research question: 
RQ: When controlling for relational, socioeconomic, and characteristics of one’s position 
and career field, do the associations remain among the participants’ perceived partner BS 
and HS, workplace BS and HS, their own BS and HS, and their likelihood to report and 
intolerance for SH? 
CHAPTER TWO 
Method 
Participants 
A total of 375 people logged in to Qualtrics to offer their voluntary participation in a 
study that was introduced with the following criteria: women with a minimum age of 18, who are 
either married or in a self-categorizing committed romantic heterosexual relationship lasting 
three years or more and are employed full-time at a workplace in which they frequently interact 
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with both men and women. After removing the individuals that omitted answers to over half of 
the survey (n = 192) and the individuals who reported that they were single, never married, 
widowed, separated, or divorced and those who indicated that they did not view any presented 
scenarios as sexual harassment (n = 5) (see Instrumentation for further information on removal of 
these participants) (n = 38), participants were 145 heterosexual adult women. The participants’ 
ages ranged from 18 to 62 years (M = 32.28, SD = 13.11). The sample was primarily 83.4% 
White/Caucasian (n = 121), and also was 2.8% Hispanic or Latino (n = 4), 5.5% Black/African 
American (n = 8), 4.8% Middle Eastern (n = 7), and 2.1% Asian or Pacific Islander (n = 3). See 
Table 1 for additional demographic information about the sample. 
 Procedures 
After IRB approval, participants completed an anonymous online survey administered via 
Qualtrics. Participants were recruited via snowball sampling through undergraduates enrolled in 
introductory communication courses at a large university in the Midwest United States and via 
Facebook. Students received an email from their instructors with the cover letter attached (see 
Appendix) and the survey link and were asked to recruit participants who fit the inclusion criteria 
and to provide them with the link. Students received marginal extra credit for referring a 
participant. In addition to the aforementioned demographics, the forthcoming scales included to 
assess all hypothesized variables and covariates.  
Instrumentation 
Benevolent and Hostile Sexism. The ASI (Fiske & Glick, 1995) is a 22-item measure 
that asks participants to rate on a 7-point Likert-type scale, ranging from Strongly Disagree (1) to 
Strongly Agree (7) their agreement with statements about the roles of men and women, and 
relationships between them. They completed the 22-items for each of these: participants’ own 
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perceptions, perceptions of their romantic partner’s perceptions, and their organization’s 
benevolent sexism (BS) and hostile sexism (HS), but the scale was reduced to 19 items in all data 
analyses (see “data analysis” section below). These three sets were randomized in order to 
control for order effects. In this study, a reliability coefficient alpha of .79 was obtained for 
perceived partner BS (M = 4.10, SD = 0.93), .88 for perceived partner HS (M = 3.80, SD = 1.05), 
.83 for perceived workplace BS (M = 3.89, SD = 1.05), .87 for perceived workplace HS (M = 
3.68, SD = 1.05), .84 for participant BS (M = 3.72, SD = 1.09), and .88 for participant HS (M = 
3.52, SD = 1.11). 
Intolerance for Sexual Harassment. The SHRAS (Cesario et al., 2018) is a general 
assessment of an individual’s attitudes toward reporting an incident of sexual harassment at 
work. It is an 18-item measure that asks participants to rate their agreement on a 7-point Likert-
type scale, ranging from Strongly Disagree (1) to Strongly Agree (7). In this study, a reliability 
coefficient alpha of .90 was obtained (M = 5.40, SD = 0.90). While low scores indicate lower 
intolerance for SH and higher scores indicate high intolerance for SH.  
Likelihood of Reporting Sexual Harassment. To supplement the previous scale’s 
assessment of sexual harassment tolerance, I assessed specific behaviors that participants may 
(or may not) deem “sexual harassment” and assessed likelihood of reporting to a supervisor. For 
the first of these, sexual harassment deeming, each of the 4 behaviors were assessed separately 
for both self and other as target. These 8 items were adapted from Cohen, Myrick, and Hoffner 
(2019), with the newly included “is this sexual harassment?” items recommended by the 
prospectus committee. Specifically, those behaviors were an unwanted sexual comment, 
inappropriate touching, inappropriate exposure of genitals or breasts, and an unwanted 
solicitation for sex since this measure was created in light of allegations of major harassment 
INTERPERSONAL INFLUENCE ON WORKPLACE SH 23 
 
 
 
 
scandals in Hollywood. These behaviors display a range of the severity of harassment but can 
still be recognized as communicating sexual harassment. Responses options were “yes” and “no” 
for each item. Participants’ responses to these 8 items asking whether or not they would report 
the behavior if it happened to them or a coworker were combined to create a ratio variable 
indicating how many of these scenarios participants would report to a supervisor with responses 
ranging from 0 (“yes, this is harassment” for none of the items) to 8 (“yes, this is harassment” for 
all items) (M = 6.02, SD = 2.19). All participants who reported “no” for all  of the 8 items were 
removed from all hypothesis testing, because if they did not view these behaviors as such they 
were not going to report them and thus were not useful for use in meeting the goals of this 
research. 
For the second of these, realistic nature of the items, I included an additional assessment 
that is not employed in hypothesis testing, to check for validity and tease out those who did not 
interpret harassing behavior as harassing of “Please indicate how realistic it is for each of these 
behaviors to occur in the workplace” on scale of 1-7 with 1 being Extremely Realistic and 7 
being Extremely Unrealistic. This was asked 8 times in reference to each of the aforementioned 
behaviors (unwanted sexual comment, inappropriate touching, inappropriate exposure of genitals 
or breasts, and an unwanted solicitation for sex) and – while not included in the hypothesis 
testing – resulted in moderately realistic range of responses, as inferred from the composite score 
of all 8 items (M = 3.66, SD = 1.57). See Table 3 for the items and responses to this measure. 
Income, education, and romantic relationship satisfaction. In addition to the 
demographic variables listed above, participants’ income, education, and relationship satisfaction 
were also collected for use as covariates.  
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Kassing’s categories of organization type and conditions. Data was also collected 
regarding participants’ organization size, whether the participants telecommute, work experience 
in years, current employment in years, position, and organization type for use as covariates. 
Special peers. In this survey, special peers were defined as peers in the workplace with 
whom the participant has a great degree of self-disclosure and self-expression (Kram & Isabella, 
1985), with participants identifying the number that they have (M = 5.24, SD = 7.96).  
Data Analyses 
 After cleaning the data (removing the individuals who either did not complete the survey 
or did not fit the inclusion criteria based on their relationship status) and I tested the data for 
abnormalities. Doing so showed no concerns with skewness, nor kurtosis, and that the majority 
of the scales were reliable. One scale – the ASI – yielded poor reliabilities of each of the 
benevolent sexism subscales, which stemmed from items of “In disaster, women ought not 
necessarily to be rescued before men,” “People are often truly happy in life without being 
romantically involved with a member of the other sex,” and “Men are complete without women.” 
The unreliable responses to these reverse-coded items may be attributable to the items’ negative 
phrasing (which is problematic in that it is confusing for the participants) and their focus on the 
heterosexual intimacy and protective paternalism portions of benevolent sexism. I removed these 
items from my hypothesis and research question assessments. I ran Pearson product moment 
correlations to test my hypotheses. To test the RQ, I ran partial correlations in which I controlled 
for the covariates while (re)assessing the hypothesized correlations among the variables of sexual 
harassment tolerance sexism. All statistical tests were performed via SPSS. 
CHAPTER THREE 
Results 
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Hypothesis 1 predicted perceived partner’s benevolent sexism’s (BS) (a) negative 
relationship with perceived and reporting SH and (b) its negative association with intolerance for 
SH.  Results of a Pearson correlation revealed a significant negative relationship between 
perceived partner’s BS and reporting of SH r(143) = -.184, p = .027. Results of Pearson 
correlation were insignificant and did not support hypothesis 1b, r(143) = -.119, p = .156,  thus 
the hypothesis was partially supported. 
Hypothesis 2 predicted perceived partner’s hostile sexism’s (HS) (a) negative relationship 
with perceived and reporting SH and (b) its negative association with intolerance for SH. Results 
of a Pearson correlation were insignificant and thus did not support hypothesis 2a, r(143) = -
.129, p = .123. However, hypothesis 2b’s predicted negative relationship between perceived 
partner’s HS and intolerance for SH was supported. Results of a Pearson correlation revealed a 
significant, negative relationship, r(143) = -.183, p = .027 such that as perceived partner’s HS 
increased, favorable attitudes toward reporting workplace SH in general decreased. Thus, H2 is 
partially supported. 
 Hypothesis 3 predicted workplace BS’s (a) negative relationship with perceived and 
reporting SH and (b) its negative association with intolerance for SH. Results of a Pearson 
correlation were insignificant and thus did not support hypothesis 3a, r(143) = -.036, p = .665. 
However, hypothesis 3b’s predicted negative relationship between workplace BS and intolerance 
for SH was supported in that results of a Pearson correlation revealed a significant, negative 
relationship, r(143) = -.237, p = .004. As perceived workplace BS increased, favorable attitudes 
toward reporting workplace SH decreased. Overall, hypothesis 3 was partially supported. 
 Hypothesis 4 predicted workplace HS’s (a) negative relationship with perceived and 
reporting SH and (b) its negative association with intolerance for SH. Results of Pearson 
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correlations revealed a significant negative relationship between perceived workplace HS and 
reporting of SH r(143) = -.172, p = .038. Hypothesis 4b’s predicted negative relationship 
between workplace BS and intolerance for SH, was also supported. Results of a Pearson 
correlation showed a significant, negative relationship between the variables, r(143) = -.281, p = 
.001 such that as perceived workplace HS increased, favorable attitudes toward reporting 
workplace SH decreased. Thus, hypothesis 4 was supported. 
 Hypothesis 5 predicted participants’ BS’s (a) negative relationship with perceived and 
reporting SH and (b) its negative association with intolerance for SH.  Results of a Pearson 
correlation were insignificant and thus did not support hypothesis 5a, r(143) = -.098, p = .241. 
However, hypothesis 5b’s predicted negative relationship between participants’ BS and 
intolerance for SH was supported. Results of a Pearson correlation revealed a significant, 
negative relationship was revealed, r(143) = -.204, p = .014 such that as participant BS 
increased, favorable attitudes toward reporting workplace SH in general decreased. Overall, 
hypothesis 5 was partially supported. 
 Hypothesis 6 predicted participants’ HS’s (a) negative relationship with perceived and 
reporting SH and (b) its negative association with intolerance for SH. Results of a Pearson 
correlation were insignificant and thus did not support hypothesis 6a, r(143) = -.114, p = .171. 
However, hypothesis 6b’s predicted a negative relationship between participant HS and 
intolerance for SH was supported. Results of a Pearson correlation revealed a significant and 
negative relationship was revealed, r(143) = -.339, p < .001 such that as participant HS 
increased, favorable attitudes toward reporting workplace SH in general decreased. Overall, 
hypothesis 6 was partially supported.  
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 Because perceived partner’s HS, perceived workplace BS and HS as well as participant 
BS and HS each had significant, albeit small, correlations with tolerance for SH, partial 
correlations were run to control for income, education, organization size, organization type, and 
number of special peers in the workplace. After doing so, all the hypothesized relationships 
remained significant with only slight decreases, with the exceptions of the hypothesized 
relationship between participant HS and tolerance for SH which remained significant but 
increased slightly and the hypothesized relationships between partner HS and tolerance for SH  
and between workplace HS and reporting SH which became insignificant. See Table 3 for these 
partial correlations and Table 4 for the full correlation matrix between demographic variables 
and hypothesized variables.  
CHAPTER FOUR 
Discussion 
 In a study about sexist communication at work, findings demonstrate that both women’s 
relationships and work environment may influence how they interpret and respond to such 
behavior. Hypothesized relationships emerged between participants’ intolerance for sexual 
harassment (SH) at work and the following variables: perceived partner’s hostile sexism (HS) 
workplace benevolent sexism (BS), workplace HS, participants’ BS, and participants’ HS. All of 
these associations, with the exceptions of perceived partner HS and intolerance for SH and 
between workplace HS and reporting SH, remained significant even when accounting for 
covariates such as education and number of special peers in the workplace. No hypothesized 
relationships emerged surrounding participants’ likelihood of reporting hypothetical scenarios of 
SH. In this discussion, I review this study’s support and extension of previous research on sexist 
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communication at work, its practical implications for women in the workplace, and the study’s 
limitations and future directions.  
Gender Stereotypes and Social Networks 
This study suggests the strong interplay between workplace culture, social networks at 
work, and sexist attitudes in romantic dyads in perpetuating sexist communication at work. As 
workplace communication does not exist in a vacuum, sexist attitudes carry across professional 
and personal contexts. In addition to its aforementioned correlates that represent likely 
consequences (i.e., sexism scores and attitude toward reporting sexual harassment), sexist 
attitudes likely impact an individual’s choice in friendships. This is suggested by previous 
research. Men who reported greater BS also had fewer cross-sex friendships (Lenton & Webber, 
2006). Although sexism was not a predictor of female participants’ cross-sex friendships, women 
who were more masculine reported having more cross-sex friendships, as compared to more 
feminine women (Lenton & Webber, 2006). Another study demonstrated that, women were more 
likely to seek out men in traditionally male-dominated careers for friendship, compared to 
women in general or men in other fields (Kapoor et al., 2010). This body of literature suggests 
that gender stereotypes are salient when interacting with and befriending members of the 
opposite sex, it is likely these biases influence how we build our social networks both in and out 
of work.  
Underlying Motivators in Workplace Friendships 
Friendships at work may influence women’s perceptions of right and wrong in dealing 
with incidents of SH. Although not much has been done to establish links between workplace 
friendships and sexist behavior at work, it does appear that sexist attitudes may impact the 
choices individuals make regarding whom they include in their close interpersonal circle, and 
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those that they depend on for loyalty and helping concerns. For example, moral concerns with 
loyalty are negatively predictive of reporting of sexual harassment (Goodwin, Graham, & 
Dieckmann, 2020). Additionally, Zhu, Restubog, Leavitt, Zhou, and Wang (2020) found that 
moral identity symbolization in the workplace is associated with helping behaviors such as 
reporting an incident of SH as a bystander, but this effect only persists if there is an ongoing 
relationship between those who perform such a moral identity and those witnessing instances of 
SH. Taken together, the results of this study suggest that our relationships with both victims and 
perpetrators of SH complicate how we interpret and respond to issues of sexually harassing 
behavior at work. To further tease out the interplay of loyalty, helpfulness, and other likely 
considerations such as perceived fairness, morality, social support, and relationship vs. task 
orientation, much more investigation concerning the relationship between workplace friendship 
networks and tolerance and reporting of sexual relationships is necessary. 
Workplace Culture and Sexual Harassment 
Moving beyond the individual motivations to the broader workplace culture, another 
major takeaway from the results of this study is that workplace culture perceptions are so 
pervasive that they correlate (and may likely influence, as could be studied with more complex 
procedures) with women’s attitudes about reporting sexual harassment in general. This is 
suggested by the correlations between workplace HS and BS and attitudes about SH – an 
association that emerged regardless of participants’ ability to identify sexually harassing 
behaviors at work. In addition to supporting previous applications of Ambivalent Sexism Theory 
(Fiske & Glick, 1995), as discussed in the literature review, this study supports previous 
literature asserting that workplace SH is a cultural problem rather than an individual problem 
(Keyton, et al., 2001). Keyton and colleagues (2001) even suggested that organizations may 
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unintentionally sanction some behaviors that may encourage SH in their workplace policies. For 
example, allowance of workplace romance may encourage an organization’s members to engage 
in “flirting” behavior with each other, which can become problematic and constitute SH when 
there is a power imbalance between the two individuals in the workplace. Also, having a dress 
code that does not require women in the workplace to dress conservatively – although perhaps 
intended to grant female employees freedom of expression in the workplace – may be interpreted 
by male coworkers as acceptability of sexually harassing behaviors such as cat-calling or 
unwanted sexual comments or solicitations. These arguments are not to suggest that men are not 
sexually harassed at work, but they are more commonly the perpetrators in the workplace. 
Additionally, in a survey of American adults, 43% of women reported that they had been a 
victim of sexual harassment compared to only 12% of men (Rumrill, Stehel, Durana, & 
Kolenick, 2018) emphasizing the pervasiveness of workplace cultures that disproportionately 
disenfranchise women from protections against SH.  
A related takeaway is that participants’ HS and BS are linked and often co-communicated 
but have distinctive contributions to perpetuating a workplace culture of sexism. Unlike other 
forms of discrimination, sexism is unique because it relies on the celebration of differences 
between men and women rather than derogation of group differences, thereby complicating the 
ingroup-outgroup relationship. Previous literature even suggests that women who are sexist earn 
themselves protection from harassment because they do not reject (and may even reinforce) 
notions of gendered stereotypes (BS) and thus do not bring out some of the more egregious 
behaviors in their male coworkers that would be characterized as HS (Fiske & Glick, 1995). 
Women who have higher degrees of HS are less likely to report sexually harassing behaviors and 
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have more negative attitudes toward reporting sexual harassment in general thus unintentionally 
sanctioning sexually harassing behavior perpetrated by male coworkers.  
Sexism and Major Life Choices 
Despite the emergence of a link between partners’ HS and participants’ own tolerance for 
SH as predicted by the sixth hypothesis, the findings for the research question suggest that 
women and men make major life choices and develop attitudes similarly across adjacent facets of 
life (i.e., relationships and work). The relationship was initially supported with bivariate 
correlations but became insignificant when covariates were entered, suggesting that education 
influences both attitudes and decisions surrounding both workplace and more intimate 
relationships as well as our behavior at work. In fact, previous research demonstrates a negative 
relationship between education attainment and both hostile and benevolent sexism (Glick, 
Lameiras, & Castro, 2002). Education likely influences our choices of close others, those people 
who may reinforce or influence opinions of what constitutes as sexual harassment or as 
acceptable behavior in the workplace. For example, nearly 70% of the current sample completed 
some college and may be more likely to identify benevolent behaviors for instance as sexist. 
However, it is impossible to know from this data for sure if education is truly causal when it 
comes to choices of sexist partners and tolerance for SH, but it leaves room for further 
investigation and future inquiries. 
Perceived Partner Benevolent Sexism and Reporting of Sexual Harassment 
Although the hypothesized negative relationships between perceived partner BS, 
workplace HS and reporting SH emerged as significant, the associations were small. This 
suggests that influences of perceived partner BS and workplace HS on reporting SH are slight. 
Regarding perceived partner BS and reporting SH, male partners may even support the action of 
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reporting an incident of SH in a way that communicates other benevolently sexist ideals. For 
example, such a relationship may be explained by a husband or boyfriend’s desire to play a role 
in which he is the hero to his female partner who is experiencing SH at work. Such support may 
communicate values of benevolence and protective paternalism as well as provide dependency-
oriented help which is limiting to women as it reinforces gendered stereotypes that suggest 
women are weak and need protection and assistance (Ruiz, 2019). As much as both types of 
sexism are harmful, considering this finding of this study reminds researchers that no construct is 
completely, nor inherently positive or negative. BS is complicated because it is seemingly 
positive but carries undertones that limit women to socially enforced gender roles. Conversely, 
the small negative association between workplace HS and reporting SH may be explained by the 
fact that egregious behaviors such as groping – which are characterized by HS – are no longer 
seen as socially acceptable so individuals may report them at their workplace regardless of 
whether or not these behaviors are perpetuated by the organizational culture. 
Limitations and Future Directions 
This study’s biggest limitation was that many individuals who logged on to complete the 
survey did not fit the inclusion criteria outlined in the advertisement and cover letter for the 
study. Requested participants were full-time employed women who are married or in a 
committed monogamous heterosexual relationship, however, many individuals indicated that 
they were either single, separated, divorced, or widowed. This effectively eliminated nearly a 
fourth of what would have been viable data for analyses. However, it was interesting to observe 
that there were many individuals who did not “fit” the relationship status demographics we were 
looking for but still chose to complete the survey. Several things may be at play underneath this 
seeming divergence from the criteria. First, women who are separated, divorced, or widowed 
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may still consider that partner as extremely influential regarding their attitudes and behaviors 
surrounding sexual harassment at work. Second, perhaps those same labels somewhat confined 
the participants such that they were not accurately able to select and reference the presence of a 
newer relationship after a separation, divorce, or death of a partner. Third, those who indicated 
that they were single may feel that their input was still valuable because of influences from 
previous relationships. Future studies should broaden the inclusion criteria and collect more 
those in various relationship types. It is possible that students did not read the instructions in the 
recruitment email in full and logged on and completed the survey themselves rather than finding 
a participant who fit the desired inclusion criteria. If future researchers wish to recruit 
participants who fit these demographics via snowball sampling through students, they may wish 
to provide students with the instructions, but withhold the survey link and ask them to send the 
contact information of the participants they recruit and then provide those participants with the 
survey link. Future researchers may also wish to recruit participants in organizational settings 
through organizations and/or systems like MTurk that allow researchers better access to the 
working community. Furthermore, it may be useful to include a device in Qualtrics which denies 
participants access to the survey if they do not fit the desired demographics.   
Another limitation of this study concerns the reliability of the employed Ambivalent 
Sexism Inventory (ASI) (Fiske & Glick, 1995) for perceived partner ASI. When analyzing the 
data, we found that the three reverse-coded items on the BS subscale of the ASI significantly 
decreased the overall reliability of the scale. Their low reliabilities may be based on outdated 
ideals of gender roles reflective of the time the scale was created and were also worded with 
double negatives such that it may have become difficult for participants to rate these items for 
another individual. These problems suggest that rigorous measures be taken to improve the 
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measurement of this construct. Furthermore, components and displays of sexism and gender 
roles have evolved in the 25 years since this scale was created and thus it may be necessary to 
reevaluate the instrument’s current effectiveness. 
In addition to the items themselves, the study is limited by its inclusion of only the 
participants’ perceptions of the other players at work and at home. Although measuring 
participants’ perceptions of their partners’ sexism may not accurately capture their partners’ true 
sexism, the choice to measure perception is useful because how an individual thinks their partner 
feels and behaves may be (more) indicative of how the participants’ act and respond in relation 
to these presumed beliefs. Previous research suggests that spillover of work-related stress over 
time is negatively associated with marital satisfaction, interactions, and attributions (Brock & 
Lawrence, 2008) thus it is possible that marital/relationship stress may spillover into the 
workplace context as well. Future research may seek to collect dyadic data from married couples 
or see how sexist communication in marital dyads spills over to non-work facets of life.  
Another major limitation in this study was the lack of an established, reliable behavioral 
measure for reporting SH. While the previously employed scale by Cohen and colleagues (2019) 
pinpoints a range of behaviors to be considered as sexual harassment in the organizational 
context, the true experience of inappropriate behaviors is very idiosyncratic, thus creating great 
possibility that participants have trouble quickly and accurately deciding on a definitive 
response. Few of the associations between this measure and any of the other variables emerged 
as significant and it was interesting that there were a small number of participants who did not 
view any of these behaviors as sexually harassing, albeit their egregious nature. Perhaps it was 
because this measure failed to capture the realities of day-to-day sexual harassment since it was 
created in light of allegations of major harassment scandals in Hollywood. Sexual harassment 
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may manifest differently in the types of organizations that this study’s participants were a part of 
such that they reported that these scenarios were only somewhat realistic to occur in their own 
workplace. Additionally, it may be useful to use a Likert scale in place of or in addition to the 
measure tallying the number of scenarios participants would report in order to assess the degree 
to which each behavior is harassment for extra utility. Other measures also seem to fall short. 
Goodwin, Graham, and Diekmann (2020) employed a similar measure in their investigation of 
sexist behavior at work, but only asked participants whether they would report a single scenario 
involving an unwanted sexual comment during an online collaborative exercise. This measure 
was considered for the study but was ultimately rejected because it did not cover the hierarchy of 
potentially sexually harassing behaviors. Future researchers should seek to develop a more 
reliable and consistent behavioral measure for reporting SH at work, though actual report are – of 
course – the very best data to obtain.  Furthermore, perhaps researchers may study complex 
behaviors motivated by sexism by employing more observational and qualitative methods such 
that we may reevaluate how we measure responses to such behaviors through a more in-depth 
understanding of how they are experienced in the workplace. With more informative data on 
these experiences, perhaps future scholars can develop measures that are more reflective of the 
behaviors and interactions characterized by sexism that actually occur. 
To address the final limitation of the heteronormative sample, future research may also 
consider other types of relationship outside of monogamous, heterosexual marriages and long-
term relationships. Future studies should explore dynamics of both single working women and 
women in committed non-heterosexual relationships, as both invite the opportunity to explore 
bonds between women. Same-sex female romantic relationships, by their very structure, 
challenge the norms posited by this study’s employed theory, and commonly emphasize equality 
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(Horne & Biss, 2009) suggesting that future explorations would require method and theory 
unique to those in this study. However, individuals in these nontraditional relationships still live 
within this sexist system and thus are subjected to its consequences, and so future researchers 
might even explore how these individuals and their monogamous, heterosexual allies challenge 
this system in their workplace and more intimate communication spheres concerning gender 
roles, power, and justice in the workplace. These studies should further investigate the role of 
special peers because they are likely to be allies given the previously discussed nature of self-
disclosure. Special peers in the workplace are important when dealing with sexist behavior at 
work because of their high degree of self-disclosure. Previous research indicates that behaviors 
like expression of dissent and solidarity are indicative of the quality of relationships among 
coworkers  (Sollitto & Myers, 2015; Myers & Johnson, 2004). It is likely that an individual 
experiencing sexism or SH at work will confide in his or her special peers who may influence 
how that individual thinks about and responds to the situation. Researchers may wish to collect 
qualitative data about disclosures to special peers about experiences of SH at work and code the 
responses for sexist undertones.  
Conclusion 
 Although many tested hypotheses in this thesis emerged as insignificant, and the 
emergent correlations were small, the findings did confirm that sexist attitudes in participants, 
partners, and the workplace are somewhat linked to how the participants interpret and respond to 
sexually harassing behaviors at work. Now that these relationships have been established, future 
research may wish to investigate how workplace cultures characterized by sexism and SH are 
established and maintained through sexist communication of both victims and perpetrators as 
well as how this communication is influenced by close others in both personal and professional 
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spheres. In order to address and eliminate sexually harassing behaviors in the workplace, we 
must first investigate the nuances of underlying sexist attitudes in those who establish, maintain, 
and respond to cultures of sexism and the connections between these individuals.    
 The results of this study support previous research, suggesting that the pervasiveness of 
sexism in the workplace culture coincides with women’s intolerance of SH and whether or not 
they identify workplace behaviors as harassment. Organizations should seek to establish a 
culture in which employees are trained to identify a range of sexually harassing behaviors and 
subsequently report. The results also help to illuminate the connected, but distinct, ways in which 
women’s own benevolent and hostile sexism function to perpetuate stereotypes and unknowingly 
sanction harassing behaviors in the workplace. In order to combat this, women should both 
challenge gender stereotypes and actively support victims of SH in their workplace.  
Furthermore, although there appears to be a link between perceived partner HS and 
participants’ intolerance for SH, the findings in the research question suggest that women and 
men make major life choices and develop attitudes similarly across facets of life like 
relationships and work such that women may wish to confront and reflect upon their own sexist 
attitudes and how it may impact these decisions. Finally, although relationships between 
perceived partners’ sexism and intolerance for and reporting of SH did emerge as we had hoped 
to a small degree, it is still interesting to consider the possibility that partners who are more 
benevolently sexist may feel a greater responsibility to protect their female partner from 
harassment at work. Therefore, participants’ partners may still communicate benevolently sexist 
ideals even in support of reporting incidents of sexual harassment at work. Although support of 
this action is positive, it is important for both women and their partners to identify if this support 
is motivated by problematic sexist attitudes. Future research may wish to investigate in greater 
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depth how such protective paternalism influences interpretation of benevolently sexist 
communication from others in both personal and professional contexts.   
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Table 1.1 
 
Demographic Characteristics of Participants (N = 145) 
_____________________________________________________________________________________ 
 Characteristic       n   % 
_____________________________________________________________________________________ 
Annual income ($) 
 Less than $10,000      18   12.4 
 $10,000-$19,999      7   4.8 
 $20,000-$29,999      5   3.4 
 $30,000-$39,999      7   4.8  
 $40,000-$49,999      3   2.1 
 $50,000-$59,999      11   7.6 
 $60,000-$69,999      13   9.0 
 $70,000-$79,999      9   6.2 
 $80,000-$89,999      10   6.9 
 $90,000-$99,999      8   5.5 
 $100,000-$149,999      28   19.3 
 More than $150,000      25   17.2 
Highest education level completed 
 High School       43   29.7 
 Vocational Training      1   0.7 
 Associate’s Degree      13   9.0 
 Bachelor’s Degree      58   40.0 
 Masters        19   13.1 
 Doctorate/Ph.D.      3   2.1 
 Other        8   5.5 
Relationship Status 
 Married       52   35.9 
 In a domestic partnership or civil union    3   2.1 
 Cohabiting with a significant other    27   18.6 
 Committed relationship, living separately   63   43.3 
Relationship Satisfaction (Range 1-7) 
        M = 6.32 SD = 0.98 
Organization Size 
 Less than 100 employees     79   54.5 
 101-999 employees      25   17.2 
 Over 1,000 employees      34   23.4 
Telecommute 
 Yes        51   35.2 
 No        94   64.8 
Position 
 Top Management      12   8.3 
 Management       58   40.0 
 Other        75   51.7 
Organization Type 
 Advertising       4   2.8 
 Aviation       1   0.7 
 Banking/Financial Services     8   5.5 
 Computer/Information Technology    5   3.4 
INTERPERSONAL INFLUENCE ON WORKPLACE SH 50 
 
 
 
 
 Construction       4   2.8 
 Consulting       1   0.7 
 Education       14   9.7 
 Food Service       25   17.2 
 Government/Public Service     9   6.2 
 Healthcare       24   16.6 
 Insurance       2   1.4 
 Journalism/Media      1   0.7 
 Law Enforcement      1   0.7 
 Manufacturing       4   2.8 
 Nonprofit       3   2.1 
 Recreation       4   2.8 
 Retail Sales       11   7.6 
 Sales        5   3.4 
 Service Industry      6   4.1 
 Transport       1   0.7 
 Other        12   8.3 
_____________________________________________________________________________________ 
Note. Totals of percentages are not 100 for every characteristic because of rounding.  
 
 
Table 1.2 
 
Demographic Characteristics of Participants (N = 145) 
_____________________________________________________________________________________ 
 Characteristic       M   SD 
_____________________________________________________________________________________ 
Relationship Duration (years)      8.72   9.66 
 
Work Experience (years)      12.20   11.16 
 
Current Employment (years)      5.56   7.51 
_____________________________________________________________________________________ 
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Table 2 
 
Reporting Sexual Harassment Behaviors (N = 145) 
_____________________________________________________________________________________ 
 Behavior       n   % 
_____________________________________________________________________________________ 
An unwanted sexual comment 
 Is this sexual harassment? 
  Yes       124   85.5 
  No       21   14.5 
 Would you report if it happened to you? 
  Yes       63   43.4 
  No       82   56.6 
 Would you report if it happened to a coworker? 
  Yes       68   46.9 
  No       77   53.1 
 How unrealistic is this behavior? (Range 1-7) 
        M = 2.33 SD = 1.71 
Inappropriate touching 
 Is this sexual harassment? 
  Yes       137   94.5 
  No       8   5.5 
 Would you report if it happened to you? 
  Yes       127   87.6 
  No       18   12.4 
 Would you report if it happened to a coworker? 
  Yes       117   80.7 
  No       28   19.3 
 How unrealistic is this behavior? (Range 1-7) 
        M = 3.63 SD = 1.89 
Inappropriate exposure of genitals or breasts 
 Is this sexual harassment? 
  Yes       136   93.8 
  No       9   6.2 
 Would you report if it happened to you? 
  Yes       128   88.3 
  No       17   11.7 
 Would you report if it happened to a coworker? 
  Yes       130   89.7 
  No       15   10.3 
 How unrealistic is this behavior? (Range 1-7) 
        M = 4.69 SD = 1.80 
An unwanted solicitation for sex 
 Is this sexual harassment? 
  Yes       136   93.8 
  No       9   6.2 
 Would you report if it happened to you? 
  Yes       125   86.2 
  No       20   13.8 
 Would you report if it happened to a coworker? 
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  Yes       120   82.8 
  No       25   17.2 
 How unrealistic is this behavior? (Range 1-7) 
        M = 3.99 SD = 2.00 
_____________________________________________________________________________________ 
Note. Totals of percentages are not 100 for every characteristic because of rounding. 
 
  
INTERPERSONAL INFLUENCE ON WORKPLACE SH 53 
 
 
 
 
Table 3 
 
Correlations Between Hypothesized Variables When Controlling for Relationship Duration, 
Relationship Satisfaction, Income, Education, Organization Size, and Number of Special Peers 
at Work 
Variable 
1 2 3 4 5 6 7 8   
1. Reporting 
SH – .37^ -.18* -.11 -.05 -.17 -.11       
 
-.13   
2. Intolerance 
for SH .37^ – -.13 -.20* -.26* -.29* -.23* 
 
-.40^   
3. Partner BS 
-.18* -.13 – .33^ .43^ .29* .61^ 
 
.28* 
 
  
4. Partner HS 
-.20* .11 .33^ – .16 .46^ .24* 
 
.65^ 
 
  
5. Workplace 
BS -.05 .26* .43^ .16 – .52^ .65^ 
 
.36^   
6. Workplace 
HS -.17 .29* .29*  .46^ .52^ – .43^ 
 
.62^   
7. Participant 
BS -.11 -.23* .61^ .24* .65^ .43^ – 
 
.45^   
8. Participant 
HS -.13 -.40^ .28* .65^ .36^ .62^ .45^ 
 
–   
______________________________________________________________________________ 
Note: *p < .05; ^p < .01. SH = sexual harassment; BS = benevolent sexism; HS = hostile sexism 
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Table 4 
 
Correlation Matrix 
 
Variable 
1 2 3 4 5 6 7 
 
 8  
 
 
9 
 
10 
 
11 
 
12 
 
13 
 
14 
 
15 
1. Age 
– .42^ .34^ .85^ -.06 .36^ .09       
 
-.11 
 
 
.02 
 
-.09 
 
-.08 
 
-.09 
 
-.09 
 
.08 
 
.17* 
2. Income 
.42^ – .22^ .41^ -.01 .27^ .02 
 
-.04 
 
 
-.02 
 
-.11 
 
-.13 
 
-.05 
 
-.08 
 
-.03 
 
.02 
3. Education 
.34^ .22^ – .23^ -.09 .33^ .04 
 
-.15 
 
 
-.18* 
 
-.23^ 
 
-.29^ 
 
-.22^ 
 
-.26^ 
 
.14 
 
.03 
4. Relationship 
Duration .85^ .41^ .23^ – -.01 .26^   .07 
 
 -.01 
 
.12 
 
-.04 
 
-.05 
 
-.04 
 
.05 
 
.10 
 
.17* 
5. Relationship 
Satisfaction -.05 -.01 -.09 -.01 – -.10 -.03 
 
.10 
 
-.08 
 
.13 
 
.03 
 
.10 
 
.09 
 
.15 
 
.12 
6. Organization 
Size .36^ .27^ .33  .26^ -.10     –   .06 
 
-.04 
 
.01 
 
-.13 
 
-.16 
 
-.19* 
 
-.18* 
 
.00 
 
-.01 
7. Special Peers 
.09 .02 .04 .04 -.03 -.05 – 
 
-.07 
 
 
-.18* 
 
-.05 
 
-.09 
 
-.10 
 
-.12 
 
.01 
 
.07 
8. Partner BS 
-.11 -.04 -.15 -.01 .10 -.04 -.07 
 
– 
 
 
.36^ 
 
.45^ 
 
.31^ 
 
.61^ 
 
.32^ 
 
-.18* 
 
-.12 
9. Partner HS 
-.02 -.02 -.18^ .12 -.08 .01 -.18* 
.36^    – .18* .46^ .28^ .65^ -.13   -.18* 
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10. Workplace 
BS -.09 -.11 -.23^ -.04 .13 -.13 -.05 
 
.45^ 
 
.18* 
 
– 
 
.55^ 
 
.66^ 
 
.40^ 
 
-.04 
 
-.24^ 
11. Workplace 
HS -.08 -.13 -.29^ -.05 .03 -.16 -.09 
 
.31^ 
 
.46^ 
 
.55^ 
 
– 
 
.46^ 
 
.64^ 
 
-.17* 
 
-.28^ 
12. Participant 
BS -.09 -.05 -.22^ -.04 .10 -.19* -.10 
 
.61^ 
 
.28^ 
 
.66^ 
 
.46^ 
 
– 
 
.51^ 
 
-.10 
 
-.20* 
13. Participant 
HS -.09 -.08 -.26^ .05 .09 -.18* -.12 
 
.32^ 
 
.65^ 
 
.40^ 
 
.64^ 
 
.51^ 
 
– 
 
-.11 
 
-.34^ 
14. Reporting 
SH .08 -.03 .14 .10 .15 .00 .01 
 
-.18* 
 
-.13 
 
-.04 
 
-.17* 
 
-.10 
 
-.11 
 
– 
 
.39^ 
15. Intolerance 
for SH .17* .02 .03 .17* .12 -.01 .07 
 
-.12 
 
-.18* 
 
-.24^ 
 
-.28^ 
 
-.20* 
 
-.34^ 
 
.39^ 
 
– 
____________________________________________________________________________________________________________ 
Note: *p < .05; ^p < .01. SH = sexual harassment; BS = benevolent sexism; HS = hostile sexism 
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Appendix 
Dear Participant,  
This letter is a request for you to take part in a research project exploring how working women's close 
interpersonal relationships affect their tolerance for sexual harassment and likelihood of reporting 
sexual harassment at work. This study is being conducted by Investigator Rachael Purtell, under the 
supervision of Principal Investigator Dr. Christine Rittenour, in the Department of Communication 
Studies at West Virginia University. Your participation in this project is greatly appreciated and it will 
take approximately 30 minutes of your time to complete this survey.  Your involvement in this project 
will be anonymous. You must be a woman 18 years of age or older to participate, employed full-time, 
and either married or in a monogamous heterosexual relationship lasting longer than three years. You 
will not be asked to provide any information that should lead back to your identity as a participant. Your 
participation is completely voluntary. You may skip any question that you do not wish to answer, and 
you may discontinue at any time. West Virginia University's Institutional Review Board 
acknowledgement of this project is on file.  If you or the individual who recruited you to participate in 
this study is receiving extra credit for this research in a Communication Studies class, you will be 
provided a link at the end of this survey that will ask you to provide information about yourself or the 
student and the class in which you wish to receive extra credit. The information that you provide for 
extra credit will not be linked to your survey responses. We hope that you will participate in this 
research project, as it could be beneficial in understanding how sexism and sexual harassment are 
communicated in the workplace. Thank you very much for your time. Should you have any questions 
about this letter or the research project, please feel free to contact Rachael Purtell at (304) 293-3905 or 
by e-mail at rep0027@mix.wvu.edu. Thank you for your time and help with this project! 
Rachael Purtell 
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WVU Communication Studies M.A. Student 
rep0027@mix.wvu.edu  
o I agree to participate in this study.  
 
Please answer the following questions about yourself.     
 
 
 
What is your age (in whole years)? 
▼ 18 ... 80+ 
 
 
 
Which racial/ethnic background do you most closely identify with (check one)? 
o Asian/Asian American  
o Black/African American  
o Hispanic  
o Native American  
o White/Caucasian  
o Middle Eastern  
o Other (please specify): ________________________________________________ 
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What is your household income? 
o Less than $10,000  
o $10,000-$19,999  
o $20,000-$29,999  
o $30,000-$39,999  
o $40,000-$49,999  
o $50,000-$59,999  
o $60,000-$69,999  
o $70,000-$79,999  
o $80,000-$89,999  
o $90,000-$99,999  
o $100,000-$149,999  
o More than $150,000  
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What is your highest level of education? 
o No formal education  
o High School  
o Vocational Training  
o Associate's Degree  
o Bachelor's Degree  
o Masters  
o Doctorate/Ph.D.  
o Other (please specify): ________________________________________________ 
 
 
 
What is your current romantic relationship status? 
o Married  
o Committed relationship, living separately  
o Cohabiting with a significant other  
o In a domestic partnership or civil union  
o Widowed  
o Divorced  
o Separated  
o Single, never married  
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How many total years have you been in this (current) romantic relationship? 
________________________________________________________________ 
 
 
 
Please rate how satisfied you are with your current romantic relationship. 
 
Extremely 
Dissatisfied 
Dissatisfied 
Somewhat 
Dissatisfied 
Neither 
Satisfied 
Nor 
Dissatisfied 
Somewhat 
Satisfied 
Satisfied 
Extremely 
Satisfied 
How 
satisfied are 
you with 
your current 
relationship?  
o  o  o  o  o  o  o  
 
 
 
 
Approximately how large is your organization? 
o Less than 100 employees  
o 101-999 employees  
o Over 1,000 employees  
 
 
 
INTERPERSONAL INFLUENCE ON WORKPLACE SH 61 
 
 
 
 
Do you telecommute? 
o Yes  
o No  
 
 
 
How many total years of work experience do you have including your current and any past jobs? 
 
________________________________________________________________ 
 
 
 
How long have you been employed in your current job position? (in years) 
________________________________________________________________ 
 
 
 
What is your job title? 
________________________________________________________________ 
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Which term best describes your position? 
o Top Management  
o Management  
o Other (Please Specify): ________________________________________________ 
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Which best describes your organization? 
o Advertising  
o Arts & Entertainment  
o Aviation  
o Banking/Financial Services  
o Computer/Information Technology  
o Construction  
o Consulting  
o Education  
o Engineering  
o Food Service  
o Government/Public Service  
o Healthcare  
o Insurance  
o Journalism/Media  
o Law Enforcement  
o Manufacturing  
o Mining  
o Nonprofit  
o Oil & Petroleum  
o Real Estate  
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o Recreation  
o Retail Sales  
o Sales  
o Service Industry  
o Telecommunications  
o Transport  
o Other, please specify ________________________________________________ 
 
 
 
At work, we have information peers, collegial peers, and special peers. Special peers in the workplace 
are those with whom you have a great degree of self-disclosure and self-expression. Please indicate the 
number of special peers that you have in your workplace.  
________________________________________________________________ 
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Below are a series of statements concerning men and women and their relationships in contemporary 
society. Please indicate the degree to which you believe your romantic partner would either agree or 
disagree with each of the statements below: 
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Strongly 
Disagree 
Disagree 
Somewhat 
Disagree 
Neither 
Agree Nor 
Disagree 
Somewhat 
Agree 
Agree 
Strongly 
Agree 
No matter 
how 
accomplished 
he is, a man 
is not 
complete as 
a person 
unless he has 
the love of a 
woman.  
o  o  o  o  o  o  o  
Many 
women are 
actually 
seeking 
special 
favors, such 
as hiring 
policies that 
favor them 
over men, 
under the 
guise of 
asking for 
"equality."  
o  o  o  o  o  o  o  
In a disaster, 
women 
ought not 
necessarily to 
be rescued 
before men.  
o  o  o  o  o  o  o  
Most women 
interpret 
innocent 
remarks or 
acts as being 
sexist.  
o  o  o  o  o  o  o  
Women are 
too easily 
offended.  o  o  o  o  o  o  o  
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People are 
often truly 
happy in life 
without 
being 
romantically 
involved with 
a member of 
the other 
sex.  
o  o  o  o  o  o  o  
Feminists are 
not seeking 
for women to 
have more 
power than 
men.  
o  o  o  o  o  o  o  
Many 
women have 
a quality of 
purity that 
few men 
possess.  
o  o  o  o  o  o  o  
Women 
should be 
cherished 
and 
protected by 
men.  
o  o  o  o  o  o  o  
Most women 
fail to 
appreciate 
fully all that 
men do for 
them.  
o  o  o  o  o  o  o  
Women seek 
to gain 
power by 
getting 
control over 
men.  
o  o  o  o  o  o  o  
Every man 
ought to 
have a 
woman 
whom he 
adores.  
o  o  o  o  o  o  o  
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Men are 
incomplete 
without 
women.  
o  o  o  o  o  o  o  
Women 
exaggerate 
problems 
they have at 
work.  
o  o  o  o  o  o  o  
Once a 
woman gets 
a man to 
commit to 
her, she 
usually tries 
to put him on 
a tight lease.  
o  o  o  o  o  o  o  
When 
women lose 
to men in a 
fair 
competition, 
they typically 
complain 
about being 
discriminated 
against.  
o  o  o  o  o  o  o  
A good 
woman 
should be set 
on a pedestal 
by her man.  
o  o  o  o  o  o  o  
There are 
actually very 
few women 
who get a 
kick out of 
teasing men 
by seeming 
sexually 
available and 
then refusing 
male 
advances.  
o  o  o  o  o  o  o  
INTERPERSONAL INFLUENCE ON WORKPLACE SH 69 
 
 
 
 
Women, 
compared to 
men, tend to 
have a 
superior 
moral 
sensibility.  
o  o  o  o  o  o  o  
Men should 
be willing to 
sacrifice their 
own well-
being in 
order to 
provide 
financially for 
the women 
in their lives.  
o  o  o  o  o  o  o  
Feminists are 
making 
entirely 
reasonable 
demands of 
men.  
o  o  o  o  o  o  o  
Women, as 
compared to 
men, tend to 
have a more 
refined sense 
of culture 
and good 
taste.  
o  o  o  o  o  o  o  
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Below are a series of statements concerning men and women and their relationships in contemporary 
society. Please indicate the degree to which you believe the leaders in your workplace would either 
agree or disagree with each of the statements below: 
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Strongly 
Disagree 
Disagree 
Somewhat 
Disagree 
Neither 
Agree Nor 
Disagree 
Somewhat 
Agree 
Agree 
Strongly 
Agree 
No matter 
how 
accomplished 
he is, a man 
is not 
complete as 
a person 
unless he has 
the love of a 
woman.  
o  o  o  o  o  o  o  
Many 
women are 
actually 
seeking 
special 
favors, such 
as hiring 
policies that 
favor them 
over men, 
under the 
guise of 
asking for 
"equality."  
o  o  o  o  o  o  o  
In a disaster, 
women 
ought not 
necessarily to 
be rescued 
before men.  
o  o  o  o  o  o  o  
Most women 
interpret 
innocent 
remarks or 
acts as being 
sexist.  
o  o  o  o  o  o  o  
Women are 
too easily 
offended.  o  o  o  o  o  o  o  
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People are 
often truly 
happy in life 
without 
being 
romantically 
involved with 
a member of 
the other 
sex.  
o  o  o  o  o  o  o  
Feminists are 
not seeking 
for women to 
have more 
power than 
men.  
o  o  o  o  o  o  o  
Many 
women have 
a quality of 
purity that 
few men 
possess.  
o  o  o  o  o  o  o  
Women 
should be 
cherished 
and 
protected by 
men.  
o  o  o  o  o  o  o  
Most women 
fail to 
appreciate 
fully all that 
men do for 
them.  
o  o  o  o  o  o  o  
Women seek 
to gain 
power by 
getting 
control over 
men.  
o  o  o  o  o  o  o  
Every man 
ought to 
have a 
woman 
whom he 
adores.  
o  o  o  o  o  o  o  
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Men are 
incomplete 
without 
women.  
o  o  o  o  o  o  o  
Women 
exaggerate 
problems 
they have at 
work.  
o  o  o  o  o  o  o  
Once a 
woman gets 
a man to 
commit to 
her, she 
usually tries 
to put him on 
a tight lease.  
o  o  o  o  o  o  o  
When 
women lose 
to men in a 
fair 
competition, 
they typically 
complain 
about being 
discriminated 
against.  
o  o  o  o  o  o  o  
A good 
woman 
should be set 
on a pedestal 
by her man.  
o  o  o  o  o  o  o  
There are 
actually very 
few women 
who get a 
kick out of 
teasing men 
by seeming 
sexually 
available and 
then refusing 
male 
advances.  
o  o  o  o  o  o  o  
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Women, 
compared to 
men, tend to 
have a 
superior 
moral 
sensibility.  
o  o  o  o  o  o  o  
Men should 
be willing to 
sacrifice their 
own well-
being in 
order to 
provide 
financially for 
the women 
in their lives.  
o  o  o  o  o  o  o  
Feminists are 
making 
entirely 
reasonable 
demands of 
men.  
o  o  o  o  o  o  o  
Women, as 
compared to 
men, tend to 
have a more 
refined sense 
of culture 
and good 
taste.  
o  o  o  o  o  o  o  
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Below are a series of statements concerning men and women and their relationships in contemporary 
society. Please indicate the degree to which you either agree or disagree with each of the statements 
below: 
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Strongly 
Disagree 
Disagree 
Somewhat 
Disagree 
Neither 
Agree Nor 
Disagree 
Somewhat 
Agree 
Agree 
Strongly 
Agree 
No matter 
how 
accomplished 
he is, a man 
is not 
complete as 
a person 
unless he has 
the love of a 
woman.  
o  o  o  o  o  o  o  
Many 
women are 
actually 
seeking 
special 
favors, such 
as hiring 
policies that 
favor them 
over men, 
under the 
guise of 
asking for 
"equality."  
o  o  o  o  o  o  o  
In a disaster, 
women 
ought not 
necessarily to 
be rescued 
before men.  
o  o  o  o  o  o  o  
Most women 
interpret 
innocent 
remarks or 
acts as being 
sexist.  
o  o  o  o  o  o  o  
Women are 
too easily 
offended.  o  o  o  o  o  o  o  
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People are 
often truly 
happy in life 
without 
being 
romantically 
involved with 
a member of 
the other 
sex.  
o  o  o  o  o  o  o  
Feminists are 
not seeking 
for women to 
have more 
power than 
men.  
o  o  o  o  o  o  o  
Many 
women have 
a quality of 
purity that 
few men 
possess.  
o  o  o  o  o  o  o  
Women 
should be 
cherished 
and 
protected by 
men.  
o  o  o  o  o  o  o  
Most women 
fail to 
appreciate 
fully all that 
men do for 
them.  
o  o  o  o  o  o  o  
Women seek 
to gain 
power by 
getting 
control over 
men.  
o  o  o  o  o  o  o  
Every man 
ought to 
have a 
woman 
whom he 
adores.  
o  o  o  o  o  o  o  
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Men are 
incomplete 
without 
women.  
o  o  o  o  o  o  o  
Women 
exaggerate 
problems 
they have at 
work.  
o  o  o  o  o  o  o  
Once a 
woman gets 
a man to 
commit to 
her, she 
usually tries 
to put him on 
a tight lease.  
o  o  o  o  o  o  o  
When 
women lose 
to men in a 
fair 
competition, 
they typically 
complain 
about being 
discriminated 
against.  
o  o  o  o  o  o  o  
A good 
woman 
should be set 
on a pedestal 
by her man.  
o  o  o  o  o  o  o  
There are 
actually very 
few women 
who get a 
kick out of 
teasing men 
by seeming 
sexually 
available and 
then refusing 
male 
advances.  
o  o  o  o  o  o  o  
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Women, 
compared to 
men, tend to 
have a 
superior 
moral 
sensibility.  
o  o  o  o  o  o  o  
Men should 
be willing to 
sacrifice their 
own well-
being in 
order to 
provide 
financially for 
the women 
in their lives.  
o  o  o  o  o  o  o  
Feminists are 
making 
entirely 
reasonable 
demands of 
men.  
o  o  o  o  o  o  o  
Women, as 
compared to 
men, tend to 
have a more 
refined sense 
of culture 
and good 
taste.  
o  o  o  o  o  o  o  
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Please indicate to what degree you either agree or disagree with each of the statements below. 
INTERPERSONAL INFLUENCE ON WORKPLACE SH 81 
 
 
 
 
 
Strongly 
Disagree 
Disagree 
Somewhat 
Disagree 
Neither 
Agree or 
Disagree 
Somewhat 
Agree 
Agree 
Strongly 
Agree 
If someone 
is being 
sexually 
harassed in 
his or her 
place of 
work, then 
s/he should 
report it to 
a 
supervisor.  
o  o  o  o  o  o  o  
Reporting 
workplace 
sexual 
harassment 
is an 
effective 
way of 
stopping 
the 
problem.  
o  o  o  o  o  o  o  
A person 
who reports 
workplace 
sexual 
harassment 
is just a 
tattletale.  
o  o  o  o  o  o  o  
Reporting 
workplace 
sexual 
harassment 
creates new 
problems 
for 
everyone.  
o  o  o  o  o  o  o  
People 
should not 
be afraid to 
report 
sexual 
harassment 
in their 
places of 
work.  
o  o  o  o  o  o  o  
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Supervisors 
have better 
things to do 
with their 
time than 
deal with 
reports of 
sexual 
harassment.  
o  o  o  o  o  o  o  
Workplace 
sexual 
harassment 
problems 
will persist, 
even if 
people 
report 
them.  
o  o  o  o  o  o  o  
People who 
witness 
workplace 
sexual 
harassment, 
but are not 
harassed 
themselves, 
should 
report it.  
o  o  o  o  o  o  o  
Supervisors 
need to 
take reports 
of 
workplace 
sexual 
harassment 
very 
seriously.  
o  o  o  o  o  o  o  
A person 
who reports 
workplace 
sexual 
harassment 
should not 
be afraid of 
losing his or 
her job 
because of 
it.  
o  o  o  o  o  o  o  
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In general, 
reporting 
workplace 
sexual 
harassment 
does no 
good.  
o  o  o  o  o  o  o  
Reporting 
workplace 
sexual 
harassment 
only makes 
the 
problem 
worse.  
o  o  o  o  o  o  o  
Reporting 
sexual 
harassment 
leads to 
animosity in 
the 
workplace.  
o  o  o  o  o  o  o  
An 
employee 
has the 
right to 
report 
workplace 
sexual 
harassment 
to his or her 
supervisor.  
o  o  o  o  o  o  o  
All things 
considered, 
reporting 
workplace 
sexual 
harassment 
is a waste of 
time.  
o  o  o  o  o  o  o  
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People who 
report 
workplace 
sexual 
harassment 
risk being 
looked 
upon badly 
by their 
coworkers.  
o  o  o  o  o  o  o  
People who 
report 
workplace 
sexual 
harassment 
usually end 
up getting 
into trouble 
for it.  
o  o  o  o  o  o  o  
If I felt that I 
was being 
sexually 
harassed at 
my place of 
work, I 
would 
report it to 
a supervisor 
or other 
authority 
figure.  
o  o  o  o  o  o  o  
 
 
Please indicate whether or not you view each behavior listed below as sexual harassment and whether 
or not you would report the behavior described in the scenario below to a supervisor at your workplace 
if it happened to you or a coworker. 
 
Do you think this behavior is 
sexual harassment? 
Would you report this 
behavior if it happened to 
you? 
Would you report this 
behavior if it happened to a 
coworker? 
 Yes No Yes No Yes No 
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An unwanted 
sexual 
comment  o  o  o  o  o  o  
Inappropriate 
touching  o  o  o  o  o  o  
Inappropriate 
exposure of 
genitals or 
breasts  
o  o  o  o  o  o  
An unwanted 
solicitation 
for sex  o  o  o  o  o  o  
 
 
 
 
Please indicate how realistic it is for each of these behaviors to occur in the workplace. 
 
Extremely 
Realistic 
Realistic 
Somewhat 
Realistic 
Neutral 
Somewhat 
Unrealistic 
Unrealistic 
Extremely 
Unrealistic 
An unwanted 
sexual 
comment  o  o  o  o  o  o  o  
Inappropriate 
touching  o  o  o  o  o  o  o  
Inappropriate 
exposure of 
genitals or 
breasts  
o  o  o  o  o  o  o  
An unwanted 
solicitation 
for sex  o  o  o  o  o  o  o  
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Have you or someone close to you been sexually harassed at work? 
o Yes  
o No  
 
In the space below, please tell us anything else that you would like us to know about the things 
addressed in this survey. 
________________________________________________________________ 
________________________________________________________________ 
________________________________________________________________ 
________________________________________________________________ 
________________________________________________________________ 
 
 
 
Thank you so much for your time and help with this project. If you or an individual who recruited you to 
participate in this study are receiving extra credit in a Communication Studies course, please continue 
on and you will be brought to a new survey to fill in the required information to receive extra credit. If 
you are filling out someone else's information, be sure to obtain that information from the student who 
recruited you to participate in this study. 
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E-mail Recruitment Script 
 
The following message will be used as the script for recruitment of participants through WVU 
Students via E-mail. 
 
“Hi everyone!  
 
My name is Rachael Purtell and I am an M.A. student in the Department of Communication 
Studies here at WVU. I am currently conducting a research study on full-time employed women 
who are either married or in a self-defined committed monogamous relationship lasting three 
years of longer. I am contacting you today to possibly solicit your help! I am going to give you 
instructions about who can participate in this study and what they need to do if they choose to 
voluntarily participate.  
 
To qualify to participate in this study you must be a female at least 18 years of age and currently 
employed full-time and involved in a heterosexual marriage or relationship lasting at least three 
years. Most of you will not meet the criteria, but if you know anyone that does qualify (for 
example, parents, friends, etc.) then you can reach out to them and still earn extra credit. 
 
The survey can be found at: 
https://wvu.qualtrics.com/jfe/form/SV_8eUz8kK5YwTyO0Z 
After taking the survey, the participant will be able to enter your identifying information (for 
course credit) through a separate portal such that your identity is not linked to the participant’s 
responses. Be sure that you tell the participant your full name, instructor name, course name so 
that you receive your proper credit. Of course, please thank them for their assistance. 
If you do not want to participate or cannot find a married/committed woman to participate in this 
study, your grade and/or standing in the class will not be influenced. There are other research 
studies or alternative assignments you could completed instead. Please feel free to contact me, 
Rachael Purtell, at rep0027@mix.wvu.edu if you have any questions about this study. 
 
Thank you for your time! 
 
Sincerely, 
Rachael Purtell”  
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Facebook Recruitment Script 
 
Hello friends,   
 
I am conducting a study on women (18 and older) who are employed full-time and are either 
married or in a monogamous heterosexual relationship lasting longer than three years. Under the 
supervision of my advisor and PI Dr. Christine E. Rittenour. This completed project will partially 
fulfill the requirements for my MA degree (Communication Studies – WVU). Participants’ 
responses are completely anonymous. West Virginia University’s IRB has acknowledgment of 
this study on file. If you fit the underlined criteria, I would appreciate you filling out my 30-
minute survey. Also, if you’d be kind enough to repost this on your social media, I would be 
very appreciative. Please contact me if you have any questions regarding this study. Here is the 
online survey link:  
 
https://wvu.qualtrics.com/jfe/form/SV_8eUz8kK5YwTyO0Z 
 
Thank you very much for your help! 
 
Sincerely,  
 
Rachael E. Purtell 
M.A. Student 
Department of Communication Studies 
Co-Principal Investigator 
rep0027@mix.wvu.edu 
 
 
 
